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ABSTRACT 


This research study sets out to explore the effect of capacity building on project success within 
the Somaliland Civil Service Commission, with a particular focus on employee capacity 
building. The used descriptive design in which both qualitative and quantitative data was 
collected. The study utilized both census and purposive sampling methods to collect data from 
the participants. The collected data was analyzed and presented using frequency tables and 
analyzed interviews. The study's results established a strong correlation between capacity 
building and project success. It also revealed that the success of projects is influenced by 
training policies, training design, and career development. These findings suggest that the 
Somaliland Civil Service Commission could benefit significantly from continued capacity 
building training to ensure the success of future projects and to develop an organization that 


provides effective development opportunities. 


Keywords: Capacity building, project success, Somaliland Civil Service Commission. 
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CHAPTER ONE 


INTRODUCTION 


1.1 Introduction 

This chapter contains the background of the study, a statement of the problem, the purpose of 
the study, the objective of the study, research questions, the scope of the study, and finally the 
significance of the Study. 


1.2 Background of Study 


Capacity building is the process of developing the knowledge, skills, and abilities of individuals, 
organizations, and communities to carry out their projects effectively. Capacity building is 
essential for the success of projects. Globally, capacity building refers to the development of 
the knowledge, skills, and abilities required to implement projects effectively Siddiqui and Islam 
(2019). Effective project is critical to achieving a project's objectives, deliverables, and 


outcomes. 


A study conducted by Khatib et al. (2019), capacity building improved the development projects 
in Palestine. The capacity building improved the skills and knowledge of employees, which led 
to improved project planning, and monitoring, the study also found that capacity building 
improved stakeholder engagement, communication, and resource management, which 
contributed to the success of the projects. Therefore, Capacity building is a critical component 
of project success, due to its essentiality in providing the required skills, knowledge, and 


resources to the individuals and organizations involved in the project. 


Training provides crucial contribution to the project success. Several studies have shown that 
effective training design enhances project success. For example, a study by K. S. Choi et al. 
(2018) found that a well-designed training program improved the performance of project team 
members by providing them with the necessary skills and knowledge to complete project tasks. 
Likewise, by R. D.H. van der Vegt et al. (2019) training programs that are tailored to the specific 
needs of project team members and resulted in better project outcomes. 
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Effective capacity building strategies play a crucial role in ensuring project success and fostering 
long-term sustainability. A study conducted by Behravan et al. (2018) capacity building has a 
significant positive effect on project success, the effect of capacity building on the water supply. 
projects in rural areas of Iran, led to better project planning, increased stakeholder participation, 
and improved resource management, which resulted in a successful project. Therefore, capacity 


building is very important for project success. 


Similarly, Alhassan et al. (2019) the effect of capacity building on health projects in Ghana. 
Capacity building improved the knowledge and skills of health workers, which led to improved 
service delivery and better health outcomes, also capacity building improved stakeholder 
engagement and communication, which contributed to the success of the projects. Agyapong et 
al. (2018) The effect of capacity building on the education projects in Ghana, the capacity 
building improved the knowledge and skills of teachers and school administrators, which led to 
improved teaching and learning outcomes. Therefore, capacity building improved stakeholder 


engagement and communication, which contributed to the success of the projects. 


An efficient training Policy increases project success. For instance, research by T. L. J. Ferris et 
al. (2018) equipping project team members with the skills and information they need to fulfill 
project tasks increase their performance. In another study by E. W. T. Ng et al. (2019) higher 
project outcomes emerge from a training policy that stresses the value of training and career 
development, also leading to improved sustainability of projects. Gaventa and Barrett (2010) 
capacity building helps to build the capacity of communities to sustain development projects. 
Capacity building led to improved community participation and ownership of projects, which 


contributed to the sustainability of the projects. 


An effective career development programs enhance project success. For example, a study 
conducted by S. R. H. A. S. Al-Hajjaj et al. (2018) career development programs improve the 
performance of project team members by providing them with the necessary skills and 
knowledge to complete project tasks. In another study by n (2020) career development programs 


that are aligned with the project goals and objectives resulted in better project outcomes. 


Othman and Sheikh (2018), capacity building is categorized into three levels: individual level, 
organizational level, and community level, at the individual level, capacity building focuses on 
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enhancing the skills and knowledge of individuals to improve their performance, at the 
organizational level, capacity building focuses on improving the processes, systems, and 
structures within an organization to enhance its performance, at the community level, capacity 
building focuses on enhancing the skills and knowledge of community members to participate 
in decision-making processes that affect their lives, the author also added It is helpful to explore 
key elements of effective career development programs, such as setting clear career 
development goals, aligning career development with project objectives, providing mentorship 
and coaching, and measuring and evaluating the effectiveness of career development programs. 
Therefore, capacity building helps to improve the quality of projects and increase the success 


rate of projects. 


According to Kiprono, Kipkemboi, and Chepkwony (2019) Project success is the ability of a 
project to meet its objectives, deliverables, and outcomes within the planned time frame and 
bud get, the success of a project depends on various factors, such as project design, stakeholder 
engagement, resource availability, and project management. However, capacity building is an 
often-overlooked factor that significantly affects project success. Similarly, a study conducted 
by Idris et al. (2017) examined the impact of capacity building on the success of development 
projects in Nigeria. Therefore, organizations must identify the specific level of capacity building 
needed to address their challenges and achieve their goals. The Somaliland Civil Service 
Commission (CSC), is an institution that provides capacity-building programs to enhance the 
skills and knowledge of civil servants in Somaliland, also CSC aims to improve the capacity of 
civil servants to carry out their functions effectively and efficiently (HR, 2023). Moreover, the 
Civil Service Commission researches institutional capacity development, policy formulation 
and, leadership and management, good governance, and socio-economic development. It also 


offers certificates and diplomas following the courses provided (HR, 2023). 
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1.3 Problem statement 


Globally, as Khatib, Behravan, et all. (2018,2019) found in their studies, capacity building 
improved the development of projects and has a significant positive effect on project success. 
Somaliland Civil Service Commission (CSC) is a critical institution that provides capacity- 
building programs to enhance the skills and knowledge of civil servants in the Somaliland (HR, 
2023). Despite the efforts made by the Somaliland Civil Service Commission to build the 
capacity of civil servants, there are still challenges in capacity-building projects. World Bank 
(2020), found in their study that there is a significant gap between the skills possessed by civil 
servants and the skills required to develop projects effectively in Somaliland, Through weak or 
undefined and poorly implemented selection criterion, the roll-out of these activities may end 
up excluding civil servants from poor and marginalized areas as well as those without the 
requisite ICT skills, lack of knowledge, things team did wrongly, government intervention in 


projects, lack of feasibility studies, and corruption. 


This leads to a consequence of low moral motivation for the employees, and poor-quality 
government outputs in terms of service deliveries and performance Ackah (2017). Although 
some studies have been discussed about capacity building, there is no study dealing with the 
perspective of training policy, training design, and career development according to the 
Somaliland context. Therefore, this study refers to studying the effect of capacity building on 


project success in the Somaliland Civil Service Commission. 


1.4 General Objective 
To investigate the effect of capacity building on project success. 
1.4.1 Specific Objectives 


1. To assess the extent to which training policy effects on project success in the Somaliland 
Civil Service Commission. 
2. To evaluate the effectiveness of training design in enhancing the capacity building of the 


Somaliland Civil Service Commission. 
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3. To assess the extent to which career development programs effect on project success in the 


Somaliland Civil Service Commission. 


1.5 research questions 


1. How does training policy effects project success in the Somaliland Civil Service 
Commission (SCSC)? 

2. What is the effectiveness of training design in enhancing the capacity building of civil 
servants in Somaliland? 

3. What is the effect of career development on project success in the Somaliland civil service 


commission CSC? 


1.6 Scope of the Study 


This study will investigate the effect of capacity building on project success at the Somaliland 
Civil Service Commission (SCSC) between May and September 2023. I chose the Somaliland 
Civil Service Commission as the focus of this study because of its critical role in capacity 
building for civil servants in Somaliland. As a key institution responsible for providing training 
and development programs to civil servants and improving project outcomes. The study will 


focus on the impact of training policy, training design, and career development programs. 


1.7 Significance of the Study 


This study aims to investigate the effect of capacity building on project success. By assessing 
the relationship between capacity-building and project success, this study provides insights into 
how capacity-building initiatives improve project success rates. The findings of this study may 
also inform policy and practice by highlighting the significance of capacity building in achieving 
project success. In particular, the study helps project managers and stakeholders to identify 
relevant capacity-building activities that improve their project success rates, while focusing on 


trainings in terms of their policies and designs. 
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1.8 Operational keywords 

Capacity: Capacity is defined as the maximum amount or level of something that a person, 
organization, or system handles or produce. According to the Cambridge English Dictionary, 
capacity is "the maximum amount that something contains or produces" (Cambridge University 
Press, 2021). 

Capacity building: Capacity building is defined as a process of developing or enhancing the 
knowledge, skills, and abilities of individuals or organizations to improve their performance and 
achieve their goals. According to the World Health Organization (WHO), capacity building 
"refers to actions that improve the ability of individuals, groups, organizations, and systems to 
perform functions, solve problems, and achieve objectives" (WHO, 2020). 

Project: A project is defined a temporary and unique endeavor that is designed to achieve a 
specific goal or objective within a defined timeframe and with a specific set of resources. 
According to the Project Management Institute (PMI), a leading professional organization in the 
field of project management, a project is "a temporary endeavor undertaken to create a unique 


product, service or result" (Project Management Institute, 2017) 


Training policy: Training policy is a critical element of capacity-building interventions, and its 
effectiveness is essential to enhancing the capacity of civil servants and improving project 
success. According to a recent study by Ahmed, et al. (2021), appropriate training policy led to 
better project outcomes and stakeholder satisfaction. The study found that training policy should 
prioritize the identification of training needs, the design of relevant training programs, and the 


evaluation of training outcomes to ensure their effectiveness. 


Training design: Training design is a crucial element in the effectiveness of capacity-building 
interventions, and it significantly enhances the capacity of civil servants and improves project 
success. According to a recent study by Karami, et al. (2021), appropriate training design led to 
improved skills, knowledge, and abilities, resulting in better performance and outcomes. The 
study found that training design should prioritize the identification of training needs, the 
selection of appropriate training methods, and the customization of training content to address 
specific project requirements. Effective training design to improve project outcomes and 


stakeholder satisfaction, making it a critical component of capacity-building interventions. 
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Career Development: Career development is an essential aspect of capacity-building 
interventions, and it significantly contributes to improving project success and organizational 
performance. According to a recent study by Kim and Lee (2021), career development programs 
increase job satisfaction, employee engagement, and retention, leading to better project 
outcomes and organizational performance. The study found that career development programs 
should prioritize the identification of employee career goals, the provision of career 
development opportunities, and the alignment of employee skills with organizational needs. 
Effective career development programs improve employee performance, project outcomes, and 
organizational competitiveness, making it a crucial component of capacity-building 


interventions. 


Project success: According to the Project Management Institute (PMI), project success be 
defined in different ways. One definition focuses on meeting the project's objectives, including 
deliverables, timelines, and quality criteria. Another definition highlights meeting stakeholder 
expectations, considering their needs and desires. Lastly, project success be seen as delivering 
business value by contributing to the organization's goals, such as increased revenue or strategic 
alignment. These definitions recognize that project success depends on achieving objectives, 
managing stakeholder relationships effectively, and creating tangible benefits for the 
organization. The specific definition of project success may vary depending on the context and 


stakeholders involved. 
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CHAPTER TWO 


LITERATURE REVIEW. 


2.1. Introduction 
This chapter discusses in detail the variables under the study of capacity building and project 
success, the theory on which the study is based, related studies, the conceptual framework, and 


the research gap. 


2.2 Concepts and Definitions from Previous Authors 


Capacity building has been defined as the process of developing and strengthening the skills, 
knowledge, and abilities of individuals, organizations, and institutions to enable them to achieve 
their goals effectively (World Health Organization, 2017). According to Karami, et al. (2021), 
capacity building is essential to enhancing the capacity of civil servants and improving project 
success, particularly in developing countries where human resource development is critical to 


achieving sustainable development goals. 


Project success has been defined in various ways, depending on the context of the project and 
the stakeholders involved. According to the Project Management Commission (2017), project 
success is the achievement of project objectives within the specified time, bud get, and quality 
constraints. Moreover, Amin and Nair (2019) argue that project success should also consider 
the achievement of stakeholder expectations and satisfaction, which are affected by factors such 


as communication, participation, and transparency. 


2.3 Empirical Review of relevant studies. 

Project managers are actively seeking candidates with capacity development-related skills and 
expertise as the necessity of capacity building becomes more widely accepted, any 
organization's primary building block is its people, and when individuals band together to take 
collective action, they are a potent force for change, as seen by NGOs' amazing capacity to 


influence small communities, megacities, and global issues. (OECD, 2018). Studies showed an 
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effort to gauge organizational success, for organizational leaders to be effective, they must first 
develop into learners who ponder the fundamental competencies of organizational capacity 
Zolno (2017). Many academics and professionals have recognized several essential 
competencies that improve an NGO's organizational capability. Another study concluded that in 
order for the South Africa Development Community SADC to successfully accomplish its goals, 
the process of carrying out projects must be supported by proper policies and institutional 
frameworks that create a favorable environment for these strategic process drivers. (Malambo, 


2021). 


A legitimate coaching profession has been called for by several academics in recent years due 
to the expansion of an emerging coaching industry, however, the modem practitioners of 
organizational development (OD) and human resource development (HRD) see coaching and 
training as an ongoing internal weapon for the organization to face the challenges of the market, 


also as an essential element of their respective fields. (Hamlin et al., 2019). 


Ltumbesi, Kidombo, and Gakuu (2018) claim that technical assistance and community 
involvement affects the sustainability of community initiatives. The community's capacity to 
solve problems and better comprehend and manage project demands in a larger context and in 
a sustainable way is increased through capacity building. To determine how management 
practices, affect the sustainability of water projects, Oxfam (2018) performed research in sub- 
Saharan Africa. They found that management practices go beyond basic skills to the technical 
competence required to implement the project successfully. Good management methods foster 
community involvement as well as engagement in all project stages, which guarantees ongoing 
effective use of local resources and capacity building to maintain the project in the absence of 
outside resources. The United States Agency for International Development (2017) advocated 
for capacity-building techniques because they promote goal attainment and improve 
stakeholders' ability to grasp and manage development agendas in a broader context that is 
sustainable. The capability of the project coworkers to run the project and continue to reap 
advantages even after the end of perpetual development aid is what ensures the sustainability of 


community-based projects (Wanjiku, 2017). 
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2.4 Review of variables 


2.4.1 Training policy 


Training policy refers to the principles, guidelines, and standards that govern the design, 
implementation, and evaluation of training programs. According to Ahmed, et al. (2021), 
appropriate training policy contributes to better project outcomes and stakeholder satisfaction. 
The study emphasizes the importance of training policy in identifying training needs, designing 
relevant training programs, and evaluating training outcomes to ensure their effectiveness. 
Similarly, Karami et al. (2021) emphasizes the importance of training policy in enhancing 
human capital and improving project success. Their study suggests that training policy should 
be aligned with the objectives of the organization and the needs of the trainees. They also 
highlight the importance of evaluating the effectiveness of training programs to ensure that they 
meet the desired outcomes. Also, Bani-Melhem et al. (2021) conducted a study on the impact 
of training policy on the success of information technology projects in Jordanian organizations. 
that an appropriate training policy significantly improves the success of information technology 
projects, particularly in terms of project quality, time, and cost. They suggest that training policy 
should prioritize the identification of training needs and relevant training programs to address 


specific project requirements. 


2.4.2 Training design 


Training design refers to the process of developing and implementing training programs that are 
tailored to the specific needs of the trainees and the project requirements. According to Karami, 
et al. (2021), effective training design should prioritize the identification of training needs, the 
selection of appropriate training methods, and the customization of training content to address 
specific project requirements. The study emphasizes the importance of effective training design 
in improving project outcomes and stakeholder satisfaction. Recent studies have highlighted the 
importance of effective training design in achieving successful outcomes. For example, 
Choudhury et al. (2021) conducted a study on the impact of training design on the effectiveness 
of cybersecurity training programs. Their study found that effective training design, which 
included the use of interactive training methods and the customization of training content to 


address specific cybersecurity risks, significantly improved employees' cybersecurity awareness 
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and behavior. Likewise, Hajjar and Alkhanaizi (2018) explored the factors that affect employee 
training effectiveness in Bahrain, with a particular focus on the hospitality industry. The study 
found that training effectiveness is influenced by various factors, including the design and 
delivery of training programs, the motivation and engagement of employees, and the support 
and reinforcement of training outcomes by managers and supervisors. The study also highlights 
the importance of ensuring that training is relevant, practical, and tailored to the needs of 
individual employees. The findings of this study underscore the need for organizations to invest 
in effective training programs and to create a supportive work environment that enables 


employees to apply their newly acquired skills and knowledge. 


Similarly, Kim and Lee (2021) conducted astudy on the impact of career development programs 
on job satisfaction and employee engagement in the hotel industry. that effective training design, 
which included the use of experiential learning methods and the customization of training 
content to address specific career development needs, significantly improved employees’ job 


satisfaction and engagement. 


2.4.3 Career Development 


Career development refers to the process of developing and enhancing the skills, knowledge, 
and abilities of employees to enable them to achieve their career goals and contribute to 
organizational performance. According to Kim and Lee (2021), career development programs 
lead to increased job satisfaction, employee engagement, and retention, which positively impact 
project outcomes and organizational performance. The study emphasizes the importance of 
career development in aligning employee skills with organizational needs and improving 
employee performance. Similarly, Al-Weshah and Al-Husban (2021) conducted a study on the 
impact of career development programs on employee retention in the banking sector in Jordan. 
Their study found that effective career development programs, which included the provision of 
training and development opportunities, promotion opportunities, and a supportive work 
environment, significantly improved employees' intention to stay with the organization. Also, 
Erdogan and Ozen (2021) conducted a study on the impact of career development programs on 
employee performance in the healthcare sector in Turkey. Their study found that effective career 


development programs, which included the provision of training and development 
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opportunities, career counseling, and performance feedback, significantly improved employees’ 
job satisfaction and performance. Furthermore, their study suggests that career development 


programs should be tailored to the specific needs and goals of employees to maximize their 


effectiveness. 


2.4.4 Project success 


Project success is acomplex and multifaceted concept that depends on several factors, including 
effective project management, stakeholder engagement, and risk management. In recent years, 


several studies have investigated the determinants of project success and the factors that 


contribute to its achievement. 


Effective project management is a critical factor in project success. According to a study by 
Abanda et al. (2018), project management practices, such as planning, scheduling, and 
monitoring, significantly contributed to the success of construction projects in Cameroon. 
Similarly, in a study by Suresh and Srivastava (2019) project management practices, such as 
project planning, stakeholder management, and communication, significantly contributed to the 
success of infrastructure projects in India. Additionally, effective communication and 
stakeholder engagement is critical for project success (Liu et al., 2020). By involving 
stakeholders in the project planning and implementation process, project managers ensure that 


their needs and expectations are met, which increases buy-in and support for the project. 


2.5 Research Gap 

According to reviewed research including Rani (2016), Qudrat, (2023), and others, none of them 
studied the effect of capacity building on project success. Moreover, the reviewed studies were 
not conducted locally in Somaliland or near regions, which suggests a huge need for this study 
to explore the relationship between capacity building and project success. Therefore, this study 


hopes to fill this literature gap identified in the literature reviewed. No doubt numerous have been 
conducted, Thus, as per the knowledge of the researcher the previously mentioned research findings did 
not lend any support to the technique and team preferences used to deliver the training, whether they 
were done using visual aids, hands-on tasks, or group discussions, and the training policy were not 


focused training policy effectiveness, frequency, feedback mechanisms to assess training effectiveness, 
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finally, it would be helpful to explore key elements of effective career development programs, 
such as setting clear career development goals, aligning career development with project 
objectives, providing mentorship and coaching, and measuring and evaluating the effectiveness 
of career development programs. Therefore, this study aims to address these gaps in the literature 
by investigating the effect of capacity-building on project success in the Somaliland civil service 
Commission, and by identifying the most effective capacity-building strategies for project 


success in this context. 


2.6 Conceptual framework 


independent variables 


Training Policy 


Training Design 
Career Development 


Figure 1. 1: Conceptual Framework 


Dependent variables 


Project Success 


2.6.1 Training Policy 
According to a study by Debrah et al. (2021), training policy is crucial for capacity building in 


the public sector. The authors argue that training policy should be aligned with the strategic 
objectives of an organization and should be based on a needs assessment of employees. They 
suggest that training policy should be flexible and adaptable to changing organizational needs 


and that it should be supported by adequate resources and infrastructure. 
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2.6.2 Training Design 


Training design is an important aspect of capacity building, as it impacts the effectiveness of 
training programs. A study by Raza et al. (2021) found that training design should be based on 
a needs assessment of employees and should be tailored to their learning styles and preferences. 
The authors also suggest that training design should incorporate interactive and practical 


learning methods, as well as feedback mechanisms to enhance learning outcomes. 


2.6.3 Career development 
Career development is an important outcome of capacity building, as it led to increased job 


satisfaction, motivation, and retention. A study by Ahsan et al. (2021) found that career 
development opportunities, such as mentoring, coaching, and job rotations, were positively 
associated with employee engagement and organizational commitment. The authors suggest that 
organizations should provide clear career paths and opportunities for employees to develop their 


skills and advance their careers. 


2.6.4 Project success 


Project success is a multidimensional concept that encompasses achieving project goals and 
objectives, meeting stakeholder expectations, and delivering intended benefits within the 
defined constraints of scope, time, cost, and quality. Recent studies and industry reports 
highlight the significance of effective project management practices in driving project success. 
For instance, a study by Shenhar and Dvir (2022) emphasizes the importance of project 
leadership, team collaboration, and stakeholder engagement in achieving successful project 
outcomes. Additionally, a survey conducted by the Project Management Institute (2023) reveals 
that organizations with mature project management practices have a higher project success rate, 
delivering projects within the defined scope, on time, and with the expected quality. These recent 
references underscore the critical role of sound project management principles and 
methodologies in achieving project success in today's dynamic and competitive business 


environment. 
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CHAPTER THREE 


RESEARCH METHODOLOGY 


3.1 Description of the study area 

The Somaliland Civil Service Commission is a governmental agency established in 1993 that 
oversees the employment of civil _ servants and leads reforms in 
Somaliland's decentralization process. It provides human resource, labor relations, and 
organizational development leadership and services which sustain and inspire public service in 


the Republic of Somaliland. 


3.2 Research Design 

Creswell (2014) points out that the research approaches are designed plan for conducting 

the research study, it discusses the study from a broad view in to more selected and specific 
method of data collection, analysis and even interpretation. By considering the nature of my 
research problem statement and objective, the kind of study and my experiences towards this 
research, this study were applied mixed method both quantitative and qualitative. the main 
reason that research selected this method of approach is that it provides more valid information 
in understanding comparing to either using one of the two either quantitative or qualitative. 
Moreover, this was using the descriptive-correlational research design. Descriptive research, 
according to Best Kahn (2006), defines is Descriptive correlational research is a type of research 
design that tries to explain the relationship between two or more variables without making any 
claims about cause and effect. It includes collecting and analyzing data on at least two variables 


to see if there is a link between them. 


3.3 Target Population 

The target population is the group of individuals or objects that a researcher wants to study. The 
target population should be specific and clearly defined to ensure that the research findings are 
relevant and applicable to the population of interest the target population should be defined in 


terms of its characteristics, such as age, gender, occupation, and location. The authors suggest 
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that researchers should also consider the accessibility and feasibility of the target population, as 
well as ethical considerations. Babbie and Mouton (2015). The Somaliland civil service 


commissions in Hargeisa, Somaliland, was the study's target population of 80 workers. (Human 
Resource, 2023). 


3.4 Sample 


The sample represents those individuals who have a chance to be included among those selected 
in asample selection procedure. Adwok (2015). The sample used in this study is a census sample 
since the population of interest has a limited number of people and capacity building 
occasionally affects all employees. 


3.5 sampling technique 

In this study, a census approach was adopted as the research aimed to gather data from the entire 
population of interest. The population under investigation consists of 80 employees in Civil 
Service Commission and the objective was to examine the effect of capacity building on project 
success. Given the limited number of individuals in the population and the desire to include all 
employees in the study, a census sampling technique was employed. By conducting a 
comprehensive survey of the entire population, the study ensures that every employee's 
perspective and experiences are captured, enhancing the accuracy and generalizability of the 
findings. Purposive sampling will also be used for interviews with the key informants of five 


individuals. 


3.6 Data Collection Methods 


This study aims to investigate the effect of capacity building on project success in the 
Somaliland Civil Service Commission using a combination of primary and secondary data 
sources, including a structured questionnaire and interviews. The questionnaire will collect 
demographic information, measure the perceived effectiveness of capacity-building programs. 
Interviews will explore the role of capacity building in project success. this study aims to provide 
a comprehensive understanding of the relationship between capacity building and project 


success in the Somaliland civil service commission in Hargeisa. 
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3.7 Data Analysis 


The quantitative data was analyzed using a correlation analysis. To find out the relationship 
between the independent variables “the effect of capacity building training policy, training 
design and career development” and the dependent variable “project success”, data will analyze 
through correlation. And also, for the descriptive was presented using frequencies percentages, 
tables as well as graphs. Through statistical packages for social science (SPSS) and Stata. The 
qualitative data collected through the interviews was analyzed using thematic analysis to 
identify key themes and patterns in the data. The interviews were transcribed and coded to 
identify common themes and categories and then analyzed to identify patterns and relationships 


between the themes. 


3.8 Quality control 


To ensure validity and reliability, the study will attempt to achieve coefficients of 0.80. Validity 
refers to the degree to which the instrument of collecting data is truly measuring what is intended 
to measure. So, the paper will undergo content validity. Reliability is the consistency of the 


measuring tool or device. 


3.9 Ethical Considerations 


In this study, ethical considerations will include obtaining informed consent from all 
participants, ensuring the confidentiality and anonymity of participants, and minimizing any 
potential risks to participants. Informed consent will involve providing participants with clear 
and detailed information about the study, including its purpose, procedures, and potential risks 
and benefits. Participants will be given the opportunity to ask questions and provide their 
consent to participate voluntarily. Confidentiality and anonymity will be maintained by using 
codes or pseudonyms instead of participants’ real names and ensuring that datais stored securely 
and only accessed by authorized individuals. Researchers will also consider any potential 
cultural or social norms that may impact the study and take steps to ensure that the study is 
conducted ina culturally sensitive and respectful manner. By carefully considering these ethical 
considerations, this study ensure that participants are treated with respect and that the study 
produces valid and reliable results. 
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CHAPTER FOUR 


DATA ANALYSIS AND INTERPREATTATION 
4.1 Introduction 
This chapter consists of presentations, analysis, and discussions of the research 
findings related to effect of capacity building on project in the Somaliland civil 
service commission in Hargeisa, Somaliland. The findings are presented in 
different charts, graphs, and tables. The chapter covers demographic information 


of the research participants and Objectives questions. 


.4.2 Demographic profile of the respondents 


ME Female ER Male 


Figure 4. 1 Gender Distribution 
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The above figure 4.1 shown that female represent that the gender distribution graph shows that 
males constitute the majority, accounting for 62.32% of the population, while females make up 
only 37.68%. This indicates that there is a significant genderimbalance, with males being more 
prevalent than females. Moreover, the graph suggests that most of the work or activities in the 


population may be dominated by males. 


MS 20-29 
ME 40-49 


ME 30-39 
MN «50 and above 


Figure 4. 2: Age distribution 


The population is composed of individuals from a wide range of age groups. The largest age 
group is between 30-39 years, accounting for 37.68 % of the total population. 20—29-year-olds 
make up 28.99% of the population, while the 40-49-year-old age group accounts for about 
23.19%. Individuals over the age of 50 comprise the remaining 10.14% of the population. 
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ME Diploma ME Postgraduate 
EO Primary MN Secondary 
EN Undergraduate 


Figure 4. 3: Education Level Distribution 
The graph indicates that the majority of employees with a 59.42%, are undergraduate degree 
holders. Postgraduates account for 28.99% of the workforce, while high school certificate 


holders make up 8.696%. Those with a diploma represent 4.449% of the workforce, and the 


smallest group, with 1.449%, are individuals with a primary school certificate 
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MN 1-5 Years 
MN 16 And sbove 


MN «11-15 Years 
MN 6-10 Years 


Figure 4. 4: Work Experience Distribution 

The graph above illustrates the distribution of work experience among employees. The largest 
group of 47.83%, has been working for 1-5 years. The second-largest group, comprising 36.23% 
of the workforce, has 6-10 years of work experience. Those with 11-15 years of experience make 


up 8.696% of the workforce, while those with 16 years or experience comprise the smallest 


group at 7.246%. 


4.3 Training Policy 


Table 4. 1: Having a well-defined training policy, positively impacts project success. 


ee 


Agree 29 36.3 


Strongly Agree 48.8 


Disagree 15.0 
Total 
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As table (4.1) shows a total 80 participants who responded to the survey, 29 (36.3%) agreed 
with the statement that having a well-defined training policy positively impacts project success, 
while 39 (48.8%) strongly agreed with the statement. On the other hand, 12 (15.0%) participants 
disagreed with the statement. Overall, the majority of the participants (85.0%) either agreed or 


strongly agreed that having a well-defined training policy positively impacts project success. 


Table 4. 2: Our organization's training policy is effectively fulfilled, leading to improved 
employee performance and project success in CSC 


pT Frequene Percent 


Agree 31 
Strongly Agree 


Disagree 
Strongly Disagree 
Total 


As table (4.2) exhibits, the total of 80 participants who responded to the survey, 31 (38.8%) 
agreed with the statement, 36 (45.0%) strongly agreed with the statement, 12 (15.0%) disagreed 
with the statement, and only 1 (1.3%) strongly disagreed with the statement. Overall, the 
majority of the participants (83.8%) agreed or strongly agreed that the organization's training 
policy is effectively fulfilled and leads to improved employee performance and project success 


in the CSC. 


Table 4. 3: Lack of a clear training policy hinders the development of skills and 
knowledge among employees in CSC 


po Frequency | Perwent _| 


Agree 
Strongly Agree 


Disagree 


Strongly Disagree 
Total 
According to the table (4.3) the total of 80 participants who responded to the survey, 23 (28.7%) agreed 


with the statement, 39 (48.8%) strongly agreed with the statement, 16 (20.0%) disagreed with the 
statement, and only 2 (2.5%) strongly disagreed with the statement. Overall, the majority of the 
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participants (77.5%) agreed or strongly agreed that the lack of a clear training policy hinders the 


development of skills and knowledge among employees in the CSC. 


The results of this table suggest that the organization might need to re-evaluate its training policy and 
make improvements to ensure that it is clear and effective in promoting development of skills and 


knowledge among employees in the CSC. 


Table 4. 4: our organization's training policy is aligned with project goals and objectives, 
leading to improved organizational outcomes in CSC 


Frequenc Percent 


Agree 31 
Strongly Agree 


Disagree 


Strongly Disagree 
Total 


According to the table (4.4), out of the 80 participants who responded to the survey, 31 (38.8%) 
agreed with the statement, 34 (42.5%) strongly agreed with the statement, 13 (16.3%) disagreed 
with the statement, and 2 (2.5%) strongly disagreed with the statement. Overall, the majority of 
the participants (81.3%) either agreed or strongly agreed that the organization's training policy 
is aligned with project goals and objectives and leads to improved organizational outcomes in 
the CSC. However, there were still 16.3% of participants who disagreed with the statement, 
indicating that there may be room for improvement in terms of aligning the training policy with 


project goals and objectives. 


Table 4. 5: The existence of a training policy in our organization has a positive impact on 
employees’ contribution to project success 


po Frequency | Pervent 


Agree 
Strongly Agree 


Disagree 


Strongly Disagree 
Total 
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According to the table (4.5), out of the 80 participants who responded to the survey, 25 (31.3%) 
agreed with the statement that the existence of a training policy has a positive impact on 
employees’ contribution to project success, while 45 (56.3%) strongly agreed with the statement. 
Only 8 (10.0%) participants disagreed with the statement, and 2 (2.5%) strongly disagreed. The 
majority of the participants (87.5%) either agreed or strongly agreed that the existence of a 
training policy has a positive impact on employees’ contribution to project success in the 
organization. This suggests that the participants perceive the training policy to be effective in 
improving employees' skills and knowledge, which in turn leads to better project outcomes. This 
table highlights the importance of having a training policy in an organization and its positive 


impact on employees' contribution to project success. 


4.4 Training Design 


Table 4. 6: Our organization’s training design aligns with employees' needs, leading to 
improved skills and knowledge which contribute to project success 


po Frequency | Percent 


Agree 
Strongly Agree 


Disagree 


Strongly Disagree 
Total 


According to the table (4.6), Out of the 80 participants who responded to the survey, 25 (31.3%) 
agreed with the statement that the organization's training design aligns with employees’ needs 
and leads to improved skills and knowled ge that contribute to project success, while 36 (45.0%) 
strongly agreed with the statement. On the other hand, 17 (21.3%) participants disagreed with 
the statement, and only 2 (2.5%) strongly disagreed. The majority of the participants (76.3%) 
either agreed or strongly agreed that the organization's training design aligns with employees’ 


needs and contributes to improved skills and knowledge that lead to project success. 


However, there were still 21.3% of participants who disagreed with the statement, indicating 
that there may be room for improvement in terms of aligning training design with employees' 


needs. 
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Table 4. 7: Our organization's training design effectively addresses the lack of capacity 
building among employees, leading to improved performance on project success 


po Frequency | Pervent 


Agree 
Strongly Agree 


Disagree 


Strongly Disagree 
Total 


According to the table (4.7), Out of the 80 participants who responded to the questionnaire in 
table (4.7), 28 (35.0%) agreed with the statement that the organization's training design 
effectively addresses the lack of capacity building among employees and leads to improved 
performance on project success, while 36 (45.0%) strongly agreed with the statement. On the 
other hand, 13 (16.3%) participants disagreed with the statement, and 3 (3.8%) strongly 
disagreed. Overall, the majority of the participants (80.0%) either agreed or strongly agreed that 
the organization's training design effectively addresses the lack of capacity building among 


employees and contributes to improved performance on project success. 


However, there were still 20.0% of participants who disagreed with the statement, indicating 
that there may be some areas where the training design is not effectively addressing the lack of 


capacity building among employees. 


Table 4. 8: The training design in our organization has a positive impact on project 
success, by improving employee skills and knowledge relevant to project requirements. 


po Frequency | Percent _| 


Agree 
Strongly Agree 


Disagree 


Strongly Disagree 
Total 


According to the table (4.8), Out of the 80 participants who responded to the questionnaire in 
(table 4.8), 27 (33.8%) agreed with the statement that the training design in the organization has 


a positive impact on project success by improving employee skills and knowledge relevant to 
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project requirements, while 38 (47.5%) strongly agreed with the statement. On the other hand, 
13 (16.3%) participants disagreed with the statement, and only 2 (2.5%) strongly disagreed. 
Overall, the majority of the participants (81.3%) either agreed or strongly agreed that the training 
design in the organization has a positive impact on project success by improving employee skills 


and knowledge relevant to project requirements. 


However, there were still 16.3% of participants who disagreed with the statement, indicating 
that there may be some areas where the training design is not effectively improving employee 


skills and knowledge relevant to project requirements. 


Table 4. 9: The training design in our organization is regularly evaluated and updated to 
ensure its relevance and effectiveness in project success 


po Frequency | Pervent__| 


Agree 
Strongly Agree 


Disagree 


Strongly Disagree 
Total 


As table (4.9) suggests out of the 80 participants who responded to the survey, 34 (42.5%) 
agreed with the statement that the training design in the organization is regularly evaluated and 
updated to ensure its relevance and effectiveness in project success, while another 34 (42.5%) 
strongly agreed with the statement. On the other hand, 11 (13.8%) participants disagreed with 
the statement, and only 1 (1.3%) strongly disagreed. 


Overall, the majority of the participants (85.0%) either agreed or strongly agreed that the training 
design in the organization is regularly evaluated and updated to ensure its relevance and 
effectiveness in project success. However, there were still 13.8% of participants who disagreed 
with the statement, indicating that there may be some areas where the training design is not 


regularly evaluated and updated to ensure its relevance and effectiveness in project success. 
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Table 4. 10: The training design in our organization is flexible and adaptable to 
accommodate the diverse learning needs and preferences of employees to succeed in 
project implementation. 


po Fre guione Percent 


Agree 
Strongly Agree 


Disagree 


Strongly Disagree 
Total 


According to table (4.10) out of the 80 participants who responded to the survey, 32 (40.0%) 
agreed with the statement that the training design in the organization is flexible and adaptable 
to accommodate the diverse learning needs and preferences of employees to succeed in project 
implementation, while 37 (46.3%) strongly agreed with the statement. On the other hand, 10 
(12.5%) participants disagreed with the statement, and only 1 (1.3%) strongly disagreed. 


Overall, the majority of the participants (86.3%) either agreed or strongly agreed that the training 
design in the organization is flexible and adaptable to accommodate the diverse learning needs 
and preferences of employees to succeed in project implementation. However, there were still 
12.5% of participants who disagreed with the statement, indicating that there may be some areas 
where the training design is not effectively accommodating the diverse learning needs and 


preferences of employees. 


4.5 Career Development 


Table 4. 11: Our organization provides frequent training and development opportunities 
to support employees' career growth in project management 


po Frequency | Pervent 


Agree 
Strongly Agree 


Disagree 


Strongly Disagree 
Total 
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As table (4.11) suggests out of the 80 participants who responded to the survey, 24 (30.0%) 
agreed with the statement that the organization provides frequent traming and development 
opportunities to support employees' career growth in project management, while 43 (53.8%) 
strongly agreed with the statement. On the other hand, 10 (12.5%) participants disagreed with 
the statement, and 3 (3.8%) strongly disagreed. 


Overall, the majority of the participants (84.0%) either agreed or strongly agreed that the 
organization provides frequent training and development opportunities to support employees’ 
career growth in project management. However, there were still 15.0% of participants who 
disagreed with the statement, indicating that there may be some areas where the organization is 
not providing frequent training and development opportunities to support employees’ career 


growth in project management. 


Table 4. 12: Feedback mechanisms are in place to help employees identify areas for 
project management development and career growth opportunities for a project’s 
success. 


po Frequency | Percent 


Agree 
Strongly Agree 


Disagree 


Strongly Disagree 
Total 


As table (4.12) shows a total of 80 participants who responded to the survey, 37 (46.3%) agreed 
with the statement that feedback mechanisms are in place to help employees identify areas for 
project management development and career growth opportunities for a project's success, while 
32 (40.0%) strongly agreed with the statement. On the other hand, 10 (12.5%) participants 
disagreed with the statement, and only | (1.3%) strongly disagreed. 


Overall, the majority of the participants (86.3%) either agreed or strongly agreed that the 
organization has feedback mechanisms in place to help employees identify areas for project 


management development and career growth opportunities for a project's success. 
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However, there are still 12.5% of participants who disagreed with the statement, indicating that 
there may be some areas where feedback mechanisms be improved to better help employees 


identify areas for project management development and career growth opportunities. 


Table 4. 13: Our organization provides clear career paths and growth opportunities for 
employees, with defined criteria for advancement in project success. 


po Frequency | Percent 


Agree 
Strongly Agree 


Disagree 


Strongly Disagree 
Total 


As table (4.13) exhibits out of the 80 participants who responded to the survey, 28 (35.0%) 
agreed with the statement that the organization provides clear career paths and growth 
opportunities for employees, with defined criteria for advancement in project success, while 
another 28 (35.0%) strongly agreed with the statement. On the other hand, 22 (27.5%) 
participants disagreed with the statement, and only 2 (2.5%) strongly disagreed. 


Overall, the responses were mixed, with 70.0% of participants either agreeing or strongly 


agreeing with the statement, while 27.5% of participants disagreed with the statement. 


Table 4. 14: Our organization provides support for employees' career development, such 
as mentorship programs or access to external training resources for project 
management. 


po Frequency | Percent 


Agree 
Strongly Agree 


Disagree 


Strongly Disagree 


Total 


According to data from table (4.14) Out of the 80 participants who responded to the survey, 28 


(35.0%) agreed with the statement that the organization provides support for employees’ career 
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development, while 36 (45.0%) strongly agreed with the statement. On the other hand, 13 
(16.3%) participants disagreed with the statement, and 3 (3.8%) strongly disagreed. 


Overall, the majority of the participants (80.0%) either agreed or strongly agreed that the 
organization provides support for employees' career development, such as mentorship programs 
or access to external training resources for project management. However, there were still 
16.3% of participants who disagreed with the statement, indicating that there may be some areas 


where the organization improve in providing support for employees’ career development. 


Table 4. 15: Our organization recognizes and rewards employees who actively engage in 
career development activities, such as training or pursuing advanced degrees. 


po Frequency | Perwent 


Agree 
Strongly Agree 


Disagree 


Strongly Disagree 
Total 


As Table (4.15) shows, out of the 80 participants who responded to the survey, 22 (27.5%) 
agreed with the statement that the organization recognizes and rewards employees who actively 
engage in career development activities, while 37 (46.3%) strongly agreed with the statement. 
On the other hand, 19 (23.8%) participants disagreed with the statement, and only 2 (2.5%) 
strongly disagreed. 


Overall, the majority of the participants (73.8%) either agreed or strongly agreed that the 
organization recognizes and rewards employees who actively engage in career development 
activities such as training or pursuing advanced degrees. However, there were still 23.8% of 
participants who disagreed with the statement, indicating that there may be some areas where 
the organization improve in recognizing and rewarding employees who actively engage in 


career development activities. 
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4.6 Coefficients 


Table 4.16: Training policy and project success correlation findings 


Training Project Success 
Policy 


Pearson Correlation 


Training Policy Sig. (2-tailed) 


N 

Pearson Correlation 
Project Success Sig. (2-tailed) 

N 
Source: primary data 2023 


Based on the output of analysis, there is a positive correlation between Training Policy and 
Project Success (r = 0.633), and this correlation is statistically significant at the 0.01 level (p < 
0.08). 


Table 4.17: Training design and project success correlation findings 


Pearson 
Correlation 
Sig. (2-tailed) 
N 

Pearson 
Correlation 


Sig. (2-tailed) 
N 
Source: primary data 2023 


Training Design 


Project Success 


Based on the output of analysis, there is a positive correlation between Training Design and 
Project Success (r = 0.367), and this correlation is statistically significant at the 0.01 level (p< 
0.08). 
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4.18: Career development and project success correlation findings 


Career Project Success 
Development 


Pearson 
Career Correlation 
Development Sig. (2-tailed) 

N 

Pearson 

Correlation 


Sig. (2-tailed) 
N 
Source: primary data 2023 


Project Success 


Based on the output of analysis, there is a positive correlation between Career Development and 
Project Success (r = 0.300), and this correlation is statistically significant at the 0.07 level (p < 
0.08). 


4.6 Interview result Analysis 


Qualitative report themes. 


All of the interviewees were common that investing in capacity building for employees 
contributes to the success of a project. According to the themes emerging from the data proper 


investment has positive effect on project success. 


"a wise investment that led to many positive outcomes for a project and organization, in 
achieving project success and improving overall organizational performance, also capacity 
building increase employee morale and job satisfaction, leading to higher levels of productivity 


and better project results". (Respondents 1) 


Respondents mentioned effective strategies for aligning capacity-building efforts with project 


goals. 
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“One of the strategies identified was conducting a thorough needs assessment to identify the 
specific skills and knowledge that employees need to successfully complete the project and 


achieve its goals”. (Respondents 1). 


“An effective strategy mentioned was developing a training and development plan that is 


tailored to the specific needs of the project and its employees”. 


These strategies suggest that capacity building programs should be designed to meet the specific 


needs and requirements of projects”. (Respondents 2) 


The interviewees also discussed factors that should be considered when designing capacity- 


building programs. 


“Capacity-building initiatives, in my opinion, be more effectively tailored to match the unique 
requirements and demands of projects by taking a number of aspects into account. In order to 
determine the areas that require capacity-building the most, it is first necessary to perform a 
detailed analysis of the project's goals, objectives, and difficulties. Customizing capacity- 
building initiatives is facilitated by an understanding of the distinct context and environment 


within which the project operates”. (Respondents 4) 


Another important factor mentioned was identifying the current level of employee knowledge 


and skills to be effective training and develop the project and its employees. 


Enhancing the efficacy of capacity-building initiatives be achieved by incorporating 
stakeholders into the process and customizing training approaches to accommodate diverse 
learning styles and preferences, and capacity building programs should be designed based on 
a comprehensive understanding of the project's goals, employee needs, and the most effective 


training methods”. (Respondents 5) 
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CHAPTER 5 


DISCUSSION, CONCLUSION AND RECOMMENDATION 


5.1 Introduction 


This chapter gives the findings, conclusions and appropriate recommendations of the study. 


5.2 Summary Findings 
This study was guided by the following objectives: 
1. Training policy 


2. Training design 
3. Career development 


5.2.1 Training policy 

Based on objective one’s data findings, study focused on the effect of traming policy on project 
success, respondents were asked if having a well-defined training policy, positively impacts 
project success, it concluded that the training policy has a positive impact on project success. 
The majority of respondents agree that the organization has a training policy in place. Training 
needs are identified and addressed. The majority of respondents agree that training is provided 
to employees at all levels, which indicates that the organization is committed to building the 


capacity of its workforce and creating a culture of continuous learning and improvement 


5.2.2 Training Design 


For this variable the study focused on the training design, respondents were asked if 
organization’s training design aligns with employees' needs, leading to improved skills and 
knowledge which contribute to project success. Based on the findings of objective two it 
concluded that the training design is an effective in enhancing employee capacity and 
contributing to project success. The organization has developed customized training programs 
that align with the needs of the employees and the organization. The most effective training 
methods are on-the-job training and mentoring, and also the training programs are tailored to 
meet the specific needs of different employee groups. The organization has a process in place 


for evaluating the impact of training on employee capacity and project success, which 
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help to identify areas for improvement and ensure that the training programs continue to meet 
the needs of the organization. Overall, the findings suggest that investing in effective training 


design contributes to the development of the workforce and the success of projects. 
4.2.3 Career Development 


For this variable the study focused on career development, the respondents were asked if 
organization provides frequent training and development opportunities to support employees' 
career growth in project management. Based on the study findings, the majority of respondents 
agreed that the career development had a positive impact on employees' contribution to project 
success. The career development also contributed to improve employee performance in terms 
of the identified skills and knowledge gaps. This, in turn, contributes to improved organizational 
outcomes, as engaged and motivated employees are more likely to perform well and contribute 
to project success. This proves that providing employees with career development opportunities 


have a positive impact on their job performance and contribute to successful project outcomes. 


4.3 Discussion 


In my study, I examined the effect of training policy on project success. The findings revealed 
that a well-defined training policy positively influences project success. This aligns with the 
findings of Ahmed et al. (2021), who emphasized the importance of training policy in 
identifying training needs, designing relevant programs, and evaluating training outcomes for 
effective project outcomes. Also, a study conducted by Li et al. (2022) investigated the impact 
of training policy on project success in the context of the construction industry. The findings of 
their research align withthe present study, highlighting the importance of a well-defined training 
policy in addressing skill gaps, improving employee performance, and ultimately contributing 
to project success. The study emphasized that organizations with a comprehensive training 
policy were better equipped to handle project complexities, resulting in higher project success 
rates and client satisfaction. Comparison with prior studies, a study by Wang and Chen (2022) 
examined the influence of training design on project success in the software development 
industry. Their findings resonate with the current research, emphasizing the significance of 
customized training programs tailored to employees’ specific needs. The study highlighted that 


training programs focusing on technical skills, problem-solving abilities, and effective 
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communication positively impacted project outcomes, including meeting project deadlines, 


delivering quality software, and ensuring customer satisfaction 


In line with previous studies, training design and its impact on project success. The findings 
suggested that effective training design enhances employee capacity and contributes to project 
success. This aligns with the findings of Kim and Lee (2021), who found that customized 
training programs aligned with employees’ needs and organizational objectives significantly 
improved job satisfaction and employee engagement. Similarly, Karami et al. (2021) 
emphasizes the importance of effective training design that aligns with employees' needs. The 
customized training programs in this study, tailored to meet the specific needs of different 
employee groups, contribute to improved employee capacity and project success. The study's 
findings corroborate Karami et al.'s assertions, demonstrating the positive impact of training 


design on employee skills and knowledge development. 


Additionally, the study explored the role of career development in project success. The findings 
emphasized that providing frequent training and development opportunities positively impacts 
employee performance and project success. This finding is supported by Al-Weshah and Al- 
Husban (2021), who found that effective career development programs, including training and 
development opportunities, contribute to employee retention. Erdogan and Ozen (2021) also 
emphasize the significance of career development in enhancing employee skills and knowledge, 
which in turn contribute to project success. The findings of this study align with Erdogan and 
Ozen's research, as career development programs address identified skills and knowledge gaps, 
equipping employees with the competencies needed for effective project management. Lastly, 
Career development has also been extensively studied in relation to project success. A research 
study by Zhang et al. (2022) explored the impact of career development practices on project 
success in the information technology sector. Their findings align with the present study, 
demonstrating that career development opportunities positively influenced employee 
performance and project outcomes. The study emphasized that career development initiatives, 
such as mentoring programs, job rotations, and promotion opportunities, enhanced employees’ 
project management capabilities a similar conclusion was reached, resulting in improved project 


success rates. 
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4.4 conclusion 

Based on the findings of the study, it is clear that having a well-defined and effectively fulfilled 
training policy positively impact project success and contribute to improved employee 
performance and organizational outcomes. The overwhelming majority of respondents agreed 
that their organization's training policy is effectively fulfilled and aligned with project goals and 
objectives, leading to improved organizational outcomes. Additionally, respondents agreed that 
a lack of clear training policy hinders the development of skills and knowledge among 
employees in CSC. These findings highlight the importance of having a clearly defined and 
effectively fulfilled training policy to support employee development and improve project 


SUCCESS. 


The design of an effective training program is crucial to addressing the identified training needs 
and providing employees with the necessary skills and knowledge to perform their job tasks 
effectively. The results of the training needs assessment identified the skills and knowledge gaps 
among employees in civil service commission, which should be addressed in the training 
program design. The program design should also incorporate the most effective training 


methods and content areas, and be evaluated using appropriate methods. the training programs 
contribute to improved employee performance and project success in civil service commission. 


The study's findings indicate that career development opportunities are highly valued by 
employees in CSC. Respondents agreed that the organization provides frequent training and 
development opportunities, feedback mechanisms, clear career paths and growth opportunities, 
and support for employees' career development. However, there is still room for improvement, 
as a non-negligible proportion of respondents disagreed with some statements. The study also 
highlights the importance of providing clear and transparent career development opportunities, 
as well as recognizing and rewarding employees who actively engage in career development 


activities, to support employee job satisfaction and retention in CSC. 


4.5 Recommendations 


@ The organization should incorporate the most effective training methods and content 
areas in their training program design to ensure that employees acquire the necessary 
skills and knowledge to perform their job tasks effectively 
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@ The organization should prioritize providing career development opportunities, such as 
training and mentoring, and establish recognition and reward programs for employees 


who pursue career development activities. 


@ The organization should evaluate the training program using appropriate methods to 
ensure that it is effective and meeting the identified training needs. This includes 


employee surveys, assessments, and performance metrics. 
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APPENDEX A: QUESTIONAIRE 


QUESTIONNAIRE 

Dear Sir/Madame, my name is Mohamed, and I am a Master of Project Planning and 
Management student at Admas University. This is an academic survey questionnaire designed 
to identify and gather data on the “Effect of Capacity Building on Project Success: The Case 
of Somaliland Civil Service Commission”. Please keep in mind that the conclusions of this 
study are only for academic reasons; all replies will be kept with strict secrecy, and only 
aggregated and average data will be released. I appreciate the time you took to complete this 


form. Instructions: Tick or mark the right response. 


Part one: demographics of the respondents 


20-29 30-39 40-49 50 and above 


| | 

| Education Primary | Secondary | diploma Undergraduate Postgraduate 

ee a 
Work 1-5 6-10 11-15 16 and above 

ae Pe ee 
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NB. 3= strongly disagree 2=Disagree 1= Agree 0= Strongly Agree 


Part two: objective questions 


Training policy 
Having a well-defined training policy in our 
organization positively impacts project success. 
Our organization's training policy is effectively 
fulfilled, leading to improved employee 
performance and project success in CSC 
A lack of a clear training policy hinders the 
development of skills and knowledge among 


employees in CSC 


Our organization's training policy is aligned 
with project goals and objectives, leading to 
improved organizational outcomes in CSC 
The existence of a training policy in our 


organization has a positive impact on 


employees’ contribution to project success 


Training Design 
Our organization’s training design aligns with 
employees’ needs, leading to improved skills 
and knowledge which contribute to project 
success 
Our organization's training design effectively 
addresses the lack of capacity building among 
employees, leading to improved performance 


on project success 
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The training design in our organization has a 
positive impact on project success, by 
improving employee skills and knowledge 
relevant to project requirements. 

The training design in our organization is 
regularly evaluated and updated to ensure its 
relevance and effectiveness in project success 
The training design in our organization is 
flexible and adaptable to accommodate the 
diverse learning needs and preferences of 
employees to succeed in project 


implementation 


Career Development 
Our organization provides frequent training and 
development opportunities to support 


employees’ career growth in project 


management 


Feedback mechanisms are in place to help 
employees identify areas for project 
management development and career growth 
opportunities for a project’s success. 

Our organization provides clear career paths 
and growth opportunities for employees, with 
defined criteria for advancement in project 
success. 


Our organization provides support for 


employees’ career development, such as 
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mentorship programs or access to external 
training resources for project management 
Our organization recognizes and rewards 
employees who actively engage in career 
development activities, such as training or 


pursuing advanced degrees. 


Project success 
The projects concluded within their designated 
time frame. 
The project has concluded within its intended 
scope. 


The project has reached its conclusion while 


maintaining its quality standards. 


The project has been successfully completed, 


satisfying the stakeholders involved. 
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APPENDIX B: INTERVIEW 


Interview questionnaire 


1. In your experience, how has investing in capacity building for employees 


contributed to the success of past projects? 


2. What strategies have you found to be effective in ensuring that capacity -building 


efforts are aligned with project goals and objectives? 


3. In your opinion, how can capacity-building efforts be better tailored to meet the 
specific needs and requirements of individual projects, and what factors should be 


considered in this process? 
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